INTRODUCTION
The Sri Lankan apparel industry has demonstrated the tremendous growth over the past four decades and has today become the country's second largest foreign exchange earner. According to information, earning from exports of textile and apparel is accounted for 43% of total exports earnings of the country. According to Abeysinghe (2014) , apparel industry accounts for nearly 70% industrial exports from Sri Lanka. The Sri Lankan government expects to position apparel industry among the top 10 high-quality manufacturers in the world and achieve US$ 8.5 billion exports by 2020.
However, the world market share of apparel industry it originally had in the 1980s, its competitiveness and the contribution to Sri Lanka's export sector are decreasing. The overall contribution to the economy and employment is also declining. The sector has been experiencing a severe labour shortage. It is estimated that currently 15,000 vacancies are to be filled in the industry. According to Dheerasinghe (2009) high labor turnover is one of the main challenges facing the Sri Lankan apparel industry and also it is one of the major problems that the Sri Lankan export apparel industry is facing today when they try to meet their targets (Thushari, 2008) . Tett & Meyer (1993) Turnover intention has been described as the last in a sequence of withdrawal cognitions, a set of cognitions including thinking of quitting and the intent to search for alternative employment. The turnover intension is the main source of employee turnover. The cost of turnover to organizations can be high. Given its service-intensive nature, and its relatively high labor costs in overall costs, turnover is an important issue for the apparel industry. Alkandari & Hammad (2009) contended that the retention of human resources has been shown to be momentous to the development and the accomplishment of the organization's goals and objectives. the most influencing factors that affect on the turnover intension of the employees, they can retain their valuable employees within the sector and reduce their expenditure. Therefore, it is very important to investigate the influencing factors on turnover intension. Among various antecedents, job satisfaction and organizational commitment of the employees are the most influencing factors on turnover intention. Therefore, the main purpose of this research is to investigate the factors affecting to turnover intention of non-managerial employees in the apparel industry in Sri Lanka. The researcher expected to achieve following objectives to address the research questions of the study.
 To examine the effect of job satisfaction on employee turnover intention  To investigate the effect of organizational commitment on employee turnover intention  To examine the combined effect of job satisfaction and organizational commitment on employee turnover intention.
LITERATURE REVIEW 2.1 Turnover Intention
Intention to turnover is defined as one's behavioral attitude to withdraw from the organization whereas turnover is considered to be the actual separation from the organization. Tett and Meyer (1993) defined turnover intention as "the last in a sequence of withdrawal cognitions, a set to which thinking of quitting and intent to search for alternative employment also belongs". Employee turnover is a critical issue for organizations because of its associated costs and negative consequences, like losing productivity, decreasing organizations profits, potential loss of valuable knowledge, skills and also intellectual capita (Atef, El Leithy and Al-Kalyoubi, 2017).
Lacity, Lyer and Rudramuniyaiah (2008) defined turnover intention as "the extent to which an employee plans to leave the organization", while other researchers described it as the conscious and deliberate willfulness to leave an organization (Mobley, 1982; Tett & Meyer, 1993) . Inversely, Vandenberg and Nelson (1999) expressed employees' intention to quit as an individual's estimated probability that they are permanently leaving their organization at some point in the near future. 
Job Satisfaction, Organizational Commitment and Turnover Intention
Robbins ( As noted by Lambert et al., (2001) , scholars speculate that employee turnover can be predicted using comprehensive measures of job satisfaction; otherwise stated, high job satisfaction is associated with low employee turnover. When the employees are not satisfied with their jobs and organizations do have not trust in their employees the employee's intention towards turn over will be greater, they will leave the organization and the duration of their job will be smaller (Jeffrey, 2007). Issa, Ahmad and Gelaidan (2013) found that there was a significant negative relationship between job satisfaction and turnover intention. The result highlighted that pay satisfaction was the dominant dimension of job satisfaction in term of effecting turnover intention. Rahman & Iqbal (2013) reveal that there is a strong relationship between job satisfaction and employees' turnover intention at private commercial banks in Bangladesh. According to Susskind et al, (2000) job satisfaction has a significantly negative association with turnover intention on consistent basis. According to Blau (1987) Mowday (1984) stress that Job satisfaction of healthcare workers arises from relations between experience and work environment and is greatly essential for healthcare workers' retention. Existing studies confirmed a relationship between the low job satisfaction, the low motivation, and the turnover intention (Ojedokun, 2008) . Hence the following hypothesis is suggested:
H1: There is a negative relationship between job satisfaction and turnover intention of employees in Apparel sector in Sri Lanka
Organizational Commitment is an "emotional attachment to an organization; a goals and values which results in willingness to exert optimal effort to achieve the organizations goals". Commitment is a multi-faceted concept developed a three dimensional model encompassing affective, normative and continuance commitment (Meyer & Allen, 1997). Employee's commitment to the organization has effects on the employees themselves, on the organization and on the society. The researchers have found negative relationship between organizational commitment and turnover intention. H2: There is a negative relationship between organizational commitment and turnover intention of employees in Apparel sector in Sri Lanka
RESEARCH METHODOLOGY 3.1 The Research Design
In this study, the researcher tries to examine the relationship between job satisfaction, organizational commitment and turnover intention. Therefore, the purpose of this study is hypothesis testing that seeks to explore the relationships among variables. The current study employed a correlational study in order to explore the relationship between job satisfaction, organizational commitment of the employees (independent variables) and their turnover intention (dependent variable). This field study is conducted in natural environment in apparel sector under minimal interference with non-contrived settings. This study is a cross sectional study. For this purpose, data will have to be collected from each non managerial employee in apparel industry in Sri Lanka. Therefore, the unit of analysis of this research is "individual".
Population and Sample
The sample of this study was drawn from a population comprised of all the non-managerial employees of apparel sector in Pollonnaruwa District in Sri Lanka. The study was conducted using 165 non managerial employees from Pollonnaruwa district. The sample was randomly selected. 53 employees were male and 112 were female.
Measures
Three variables in the research: Job satisfaction, organizational commitment and turnover intention were measured through standard questionnaires with five -point Likert scales, ranging from 1 (strongly disagree) to 5(strongly agree). The level of job satisfaction, organizational commitment and turnover intention of the employees were evaluated by themselves. Turnover intention was measured using a standard questionnaire consisting 03 statements. Job satisfaction was measured using 25 statements and organizational commitment was measured by an instrument consisting 11 statements.
Validity and Reliability
The content validity of these instruments was secured by including an adequate number of questions for each dimension of the variables. The results of Cronbach Coefficient Alpha (table 01) which
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suggested each item is correlated with other item across the entire sample and the internal consistency reliability is satisfactory. 
Data Analysis
The data analysis included univariate, bivariate and multivariate analyses. SPSS data analysis package of 17th version was used to analyze the data. The results of the correlations coefficient between job satisfaction, organizational commitment and turnover intention of employees are presented in Table 03 . According to the results, the correlation between job satisfaction and turnover intention (r= -0.65, p<0.01) was significant and negative. The correlation between organizational commitment and turnover intention (r= -0.72, p<0.01) was also significant and negative.
According to the result of the regression analysis is reported in table 04. There are negative relationships between job satisfaction and turnover intention (β = -0.264, p = 0.00) and organizational commitment and turnover intention (β = -0.048, p = 0.00) of the employees in apparel sector in Sri Lanka. Thus, the both hypotheses are supported by the data. And also, job satisfaction and organizational commitment explain 47.8% of the variance in turnover intention.
DISCUSSION AND CONCLUSION
The main objective of this study was to examine the relationships between job satisfaction, organizational commitment and turnover intention. The results of correlation coefficient and regression analysis indicated that job satisfaction and organizational commitment of employees has significantly and negatively correlated with turnover intention. R 2 value is 0.478 which means 47.8 % of the variation can significantly be explained by the independent variables (job satisfaction and organizational commitment). Overall, the findings have highlighted the importance of job satisfaction and organizational commitment in influencing turnover intention of the employees in the apparel sector. High labor turnover is one of the main challenges facing the Sri Lankan apparel industry and also it is one of the major problems that the Sri Lankan export apparel industry is facing today when they try to meet their targets. Job satisfaction and organizational commitment both together explained around 50% variation in turnover intention. That means job satisfaction and organizational commitment is two main factors that affect turnover intention of the employees in apparel industry in Sri Lanka. These findings are useful in highlighting the need for the company to develop appropriate strategies and human resource practices in order to reduce its high employee turnover in the future.
